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The United States Training and EBployment Service 
General Aptitude TesV Battery (GATB) , first published in 1947, ha^ 
been included in a continuing program of research' to validate the 
tests against success in nany different occupations* T^e GATB 
conl»ists of i2 tests vhich Measure nine aptitudes: Genejcal Learning ~ 
Ability; Verbal Aptitude; Numerical . Aptitude; Spatial iptitude'; Perm 
perception; Clerical Percepttoy; Hotor Coordination; Pinget 
Dexterity; and Ranual Dexterity. The aptitude scores are. standard 
scores with 100 es the averag4 for the general working population, 
and a standard deviation of 20. Occupational norms are established in 
terms of minimum qualifying scores for each of the ' significant 
aptitude measures vhich, when combined, predict job performance. 
.Cutting scores are -set only, for those aptitudes vhich aid in 
^predicting the performance pf job duttes of the experimental 
sample. The GATB norms descrWSedr are appropriate only for jobs yith 
content similar to that shown iij the job description presented In 
tliis repott. A description of the validation shmple.is also included* 
<BC) . i ' / 
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Developnont 'of OSES Specific Aptitude fest Battery S-545R7lt 

' . ' . ' ' For 

Electronics Assesnbter (electronics) 72G.781 
J^ESEARCH SUr<?<ARY 



This report describes the" resejygrh v>hlch resulted In 
Tient of the follpwlnj; S^pecl f Ic TTpt I tude Test Battery 
selecting Inexperienced or untrained tridlvMuals for 
Electronics. Assemblers: • • 



th'fe develop- 
for use In 
training as 



S -j!>patlal Aptltuf^f 
P - Form Perception, 
Q - ClerFcal Perception 
- Manual Dexterity 



Cutting gcpre 



Sanple t • 

Validation Sample: 3^ males »and- 170 fenales employed as* Electron 
Assemblers *>y various companies In the North, South and West (see 
•Appendix 2). A total of '^l* vi/ere minority gl'oup* members (5" Black 
13 Spanish Surnamed, 5 Orientals, 3 American Indians and 2 French 
Canadians) and, 1^5 rionmln6r^ty -group members. . » . 



Ics 



Cross-Val I d;»^t Ion [Sample: lf»7 female applicants for employment as 
Electronics AssemH>lers at Litton tndustrles. Salt Lake City, Utah". 
This study was conducted pVlor to the requirement of provlHln.nT*" 
minority sroup Innormatlon. Therefore, minority group status, 
of samplp pembers/ Is unknown.' 

criti?rf,Qn« / . 

Supervisory ratlnrs. Crlterl,on data viere collected during 
1«?3* for the varl I dat Ion 'sample and during 19^3 forr the cfoss- 
val Illation sample. . 

' ' • -* ' 

Validation Study: Concurrent (test an^ criterion data'were 
rnllected at . approximatel y the sarte tlue). - . . 

Cross-Val Idat Ion Study: * tonglttidlna I'Ytes.t^-vwM-e administered 
just l>rIor.to employment and -criterion data wo^re collected two 
months later. ' ' * >^ • • 



YflUfHtv of Battery t • . 

Validation Sample: *aac> 
Phi coefficient for total sai^pl^ - .51 i^'* , 
Phi coefficient for Black subsample - .22 [^^1<.L%\ oioocJt 
P^l coeffKclent for nonmlnorlty subsample • .57 {P/2 < .Oip. 
Cross-Validation Sampler ' 
Phi coefficient for totAl samjtle » .29 (P/2 < .0005i. 



PffA^tiveneso of Battery for Val Idat Ion Sampjet - 
For" tiie total validation sample^ 66* of the nontest-^elected 
Individuals In this study were In. the high critftrlojj S^oupi 
|.f they had been test-selected 77» would have been- n the high 
criterion group. of the nontest-selected Indlvjduals 

In thts study were In the low criterion group; If they 
had been test-selected 23% would have been In the jo** C|;^er«on 
_group. J TJig effect^Iveness of the battery Is $howh In Table 1. 

. TABLE X-v. . • 

EffecMveness of Blittery for Total Validation Sample 

V^t»hfttifr Tests With Tests 

• ■ . 4 ^ 

High Criterion 66% ' 77.% 



Group 

Low CrI terlon 
^ Group ' 



loupss 



' No d I f f erent t al val I d 1 1 y f or thC bat tei^ was ^Q^jd. 
The difference between the phi coefficients <^or Bl ack and 'nonml^orl ty 
group member's Is not statistically significant (CR • -l-OX^. The 
battery Is^falr to Blacks, since the proport toit of »Tacks who^mjt 
the cutting scores approximated the proport Ibn who were «\the high - 
criterion Irotip; kn of the Blacks met the cutting %cores and 51* ^ 
were In the high criterion group. * , ^ 



JOB ANALYSIS 



A Job analysis was performed by observation of the workers* per- 
formance on the job and In consultation with the JV^f- 
vlsors. ^ On the basis pf the job analysis, the job ^fsc'^'f^ij^^ 
shown In Appendix k was prepared which was used to (1) f«i«5f.»2^, 
Ixperlmental sample of workers who were 

(2) choose an appropriate criterion or measure of' Job performance; 
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(\> .leternlne whtch aptitudes are critical li^portant^ or Irrele- 
vant to job performance (see Tables 2 and 6X; ar]^ (k) orovMe In- 
formation on the «ppt Icabl rity of thfe test battery' resulting from 
this Research. 



S - spatial AptTtude 

f 

P - Form Pfrceptloh 



TABLE 2 
QuaJK;it.lve Analysis 
' Rationale 



0 - Clerical Perception 



K - Motor Coordination 



F - Finger Dexterity 



M - Manual Dexterity 



I^equlred tfi visualize flqal assembly 
from dtagrans and specifications. . 

Required to perceive detal 1 / ^nake 
visual comparisons^ select appro- . 
prl*t«-c4H*^lt boards and component 
parts^ follow* modll an'^ Inspect for 
quality kind tolerances; 1 . 

Required to read diagrams^ micro- 
meters/ scales^ gaui;es and to main- 
tain product I on„ and Inspection^ 
Igcords. . . 

RetiulVed 4or rapid prdlductlon line 
handlln'g of components/ circuit 
boards and tools. 



Required to use sna\l hand tools 
and assemble s^all components. . 



Required to use tools such as 
laddering gun and wire cutters/ 
to package completed circuit 
boards and to position and 
assemble chassis using hand too.ls. 



EXPERIMENTAL TEST B/lTTERY 



All 1? tests of the GATB/ B-10026 were administered during 
1975 to the. val idatlon ^mple 'iand daring 1963 to the. cross- 
validation sample. « • ' ' ^ 



yallfjatfon Samolg: 



CRITERIA 



Th^lgimedlate supervisor rated each worker. The ratings were 
j^btalned bv means of personal visits of State test development 
ERLO^^ystS wno explained the rating procedure to the supervisors. 



Two ratings' were obtained from eadh supervisor with an Interval 
(ff two weeks between the ratings* .Since sample members' test 
scores are oonf lden.t lal , supervisors had no knowledge of the 
ti^st scores of" the workers. ' " 

* t 

A descrlpf'tve rating scale was used. The. scale (see Appendix 5) 
consists $f 6 Items^ Five of these Itfems cover different aspects 
of job performance. The sixth Item Is a global Item on.^Tie Elecr- 
tronlcs 'Assetnbler's "all-around** ability. Each Item has five 
alterrtatlves corres»»ondlng to different degrees of Job profl'clency 
For the purpose of scoring the Items, weights of 1 to.5%were ^ 
'assigned to the responses. The tptal score on the rating scale 
js'the sum of the welgHts for the six Items. The poss»lble range 
for each r'at^ng Is 6 - SO*. ' ^ <• <^ . . • . 

A review, jjf the job* description Indicated that the subject^ 
cbvered by the rating scale were directly related to Important 
aspects of job performance: 

" ■ -~ ■■ " k 

A - Amount of work:. Electronics Assembler must efficiently 
comp^lete a large jjumber of elecffPonlc asfsdtnbl tes. 

B -Quality. of work: Electronics Assembler must Insure, that 
all completed matet-lals meet rlgldi quality Standards. 

' * ^ 

C - Accuracy of'y*orki ElectronlftR Assembler must Insure that 
. al.l components and ^materials assembled meet r^gld 

specifications and tolerances. 
* ^ ' ' ' . » • 

D - Amount of knowledge: Electron I c;s Assembler p>M%Jt-have specific 

Knowledge of electronic materials^ and* their assembly. 

E - Variety of job^dutles: Electronics /Wsembler'njtfst be able 
to perform' a sufficient number of operatloirs ^ojcomplete 
all necessary assem'hiy reijulred I m specifications. 

F - "All-around" ability: vEI»ebtrpnfcs Assembler's value to 
the employer Involves .§ combination ojT the aspects of 
jo"b performance nsc^ed aboye., . -* . 

A reliability coefflcl^t of-. 85 was obtained betvue^n the Initial 
ra.tlngs and. the re-rat I ngs. Indicating a slunlfljcaiftr relet lonshl p. 
Therefore', the flna^ crlterloi^ scor% "consl sts of the combined 
scores of the two ratings. The posslblsC range for the final 
criterion Is 12 •» fio. -The mean score o^tt^je final criterion was 
tiir.O.wlth a stdmlard deviation of 7.^.* J^e Relationship between 
the criterion and age, education an4 job experljonce Is shown in 
Table 3. • - , ^ ^ ^ 
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" TABLE 5 ,y 

Means^ Standard Deviations (SD) and Pearson ^ 
Product -Moment Correlations with the Criterion (r) for 
Age, Education and Experience 



c 



Validation Sample 



Age (years) 55.5 10. U .102 

Education (years) 11.5 1.5 -.067 

Experience (months 50.2 51.6 .169* 
^ on current job) * • * 

* Slgn4f leant at tfje .05 level 

_ - - - ' * 

About one third of the workers are considered to be marginal workers. 

Therefore, the criterion distribution was dichotomized so as to 

Include, as close as possible, one third of the sample In the low 
-ci;.lterIon group. The criterion cutting score was set at «»l'whlch 

places 3US; In the low criterion group and 56% In the hlip:h criterion* 
. group. 

Cyqss-Val Idatlon Sample; \ ^' 

• 7hp criterion data. consisted of pooled ratings made by the first? 
an*1 second, line supervisors. The ratings were obtained by means 

- of personal visits of • State test development analysts who explained 
the rating procedul-e to the* supervisors. .Verbal Instructions 

. covering the same concepts as are contained In "Suggestions to- 
Raters" on the rating form for the Wal Idat Ion sample. were also ■ 
given. Each supervisor rated each worker Independently. Differ- 
ences were dlscusse'' anfi. In cons'ultat Ion with the State test 
development analyst, reconciled to obtain the pooled rating's. • 
workers were rated after they had been on the Job for a pei»lod of 
two months; pooled re-rat Ings were made two. weeks , later. Super- 
visors had no knowledge of the test scores of the workers*. • 

•A descriptive rating scale was used. I The scale (see Appendix 3) 
consists of five performance Items. Four of these Items cover ^ 
different aspects of job performance. The fl.^'th Item Is a global 
Item on the Electronics Assembler's "all -around" abl 1 1 ty. E-ach 
Item has four alternative respollses corresponding to different 
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degrees 6f job prof let ency. For the purpose of scortpg the Items, 
weights of X to t» were assigned to the responses. The total score 
on the ratlpg scale t^^he'sum of the weights for the five Items. 
The possible rang0-tJ5 - 2p. » *. 

A review of the job description Indicated that the subjects ? 
coy^ed by the rating scale were directly related to important 
^aspects of job performance: ' • . ' 

1.- Qu?ntlty of works Electronics 'Assembler must efficiently 

complete a large number of electronic assemblies. 
^ • - ■ 

2 - Quality of worici Electronics Assembler must Insure. that 
all completed materials meet rigid-quality standards.. i 

• . ; ' 

5 - "Speed pf learning: Electronics Assembler must learn new' 
procedures and techniques quickly In order to sustain ' *j 
satisfactory pace of assembly. * 

•■ V 

ii - Aptitude for jo&: Electronics Assembler must, have skill 
and proficiency .to peWorm Important aspects of the job 
efficiently. * . J 

5 - "All-around" ability: Eljectronlcs Assembler's value to 
the employer Involves a combination of the aspects of 
. job performance listed above. 

A reliability coefficient of .86 was obtained between the Initial 
ratings and the re-ratlngs. Indicating a significant relationship. 
Therefore, the f I nal .criterion score tt>ns 1st s of the combined 
scores of the two ratings. The possible range Is 10 - t»0. The 
mean score on the final criterion was 28.3 v/tth a standard 
deviation pf 6. 5. - ^ 

The relatlons4ilp between the criterion and age and* education Is 
shot|9 In Table U. ' . 

TABLE k 

• * 

Means> Standard Devfatlons (SD) and Pearson Product- 
Moment Correlations with the Criterion (r) for 
*V ' Age and Education 

ft 

• ^ • . 

" • Cross-validation Sample 

* 

Mean ' SH L 

Age (years) 31.3 7.R -.135 * 

Education (years) "11.7 • .9 -.122 
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•About one third of the v/orkers are coos? Hered' to' be marfrfn^l 
worjtisrs.* * Therefore, the criterion distribution was dichotonlzed 
so as to Include as close is -possible to one third of the sa">oie 
in the low criterion group. The criterion cutting spore was set 
at -27 which places 32% ,tn the low criterion gr^up arid f»8^ In the 
KIgh criterion group. ' - 

J SA.WPLE: . * - 

The validation sampte consisted pf 185 Electronics Assemblers 

(15 fiales and 170 females) eijiploye^ at .various coppanlfts 

In the Morth, South and We'st (see Appendix 2). A total of 
82 wifre mlnoclty sroup nembers (59 Blacks, 15 Spanish Sumaned, 
5 Orientals, 3 American Indians and 2 French Canadians) and 103 
were nonnlnorlty* Rroup members. The means and standard deviations 
for age, education and experience of the total sample are shov/n In 
Table 5. Sample nembers were not test- selected. All workers Itad 
been employed at least one month In a job whose duties are similar 
to those found In the job description In Appendix i». Descriptive 
statistics for subgroups of the sanple are. shov/n In Appendix X. 

qroRs-Valldatlon Sample; 

The cross>>'vdl Idatlon sanple consisted of lk7 female applicants 
for emrrtoyment at Litton Industries, Salt Lake Clt/, Utah. This 
study was conducted prior to" the reoalrenent of providing minority 
group Information. Therefore, mlr.ortty group stan»s^of the sample 
members Is yoknown. The means and >stantlard deviations for age and 
education of sample members' ^ re shown In Table U. Sample members 
were not test-selected. All. workers had been employed two months 
In a job whose duties are similar, to. those found In the job des- 
cription In Appendix £i. 
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' STATISTICAL RESULTS 
' TABLE 5 

Statistical «^esuUs for Vail <t^t ton Samolft 

a - General LearolrtR Abl Uty -8^.^^ '.jas** 

V - Verbal' Aptitude l'*.'^ .505*» 

N - MumerlcaK AptttuHe ' ST.X .2§5*» 

S - Spatial rfptlturfe '>5.J^ . X«.0 .f^Ut»»* 

IV - iform^1^?fceptlon . ^* l^^f ^t ti-.e ^^2** 

Q - C1e{lcat Perception . 11^^.2 16.2 .225*» 

K - Mo toV' Coordination ' Xl'n.o X7,i? .lf»5»- 

F - Finger* Dexterity * X12i.5 22. n .XUn* 

M -.Manual Dexterity 1X2.7' 2X.P, .X52* 



♦Significant at the .05 level 
. ♦♦Signlf leant at .the. .ftX level 



tabl^ 6 .summarizes the qualitative analysis an<1 statistical results 
shown In Tables 2 *an(f 5 and shows the aptitudes considered for 

Inclusion In the battery. " ' •' • 

■/ . * , 

TABLE ^' • 

• * « 

Sunmar^ of Qualitative and Qeiantl tatlve Data for Validation Samn.le 

^ Aptlt«<*es 



Type of Evidence 


G 


V 


N S 


P Q 


K 


F 


M 


"Critical" on Basis 
of Job Analysl s , 




1 






ft 

• 






['"Important" on Bast 5 
of iloh Anal ysl s 


Mr 




X 


• 

X X 


X 


X 


X 


"Irrelevant" on Basis . * ' 
of Job Analysis 


Relatively High 
Mean 


i 


0 




X 


X 


. X 


' X^ 


Relatively Low Standard 
Deviation ' * 




x 












Significant Correlation 
with CrI teuton 


X 


X 


X x 


X X 


X 


t 


X 


Apt 1 tudes Cons I dered .for 
Lcic:)uslon $n the rfittery 


• 

Q 


V 


N S 


p .q;. 


K 
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The Information In Tahlp C Indicates that the foil owl tig aptitudes ^ 
should, be considered for Inclusion In the hf»tterys 0, y, ?, 
% K, F and r.. The objective Is to develop'^ a battery of 2^ 3 or 
k aptitudes with cutting scores set at Five point Intervals at 
the point (a> where about the same percent will meet the cutting 
scores as the percent placed In the high criterion group and (b> 
which win maximize the relationship between the battery and ,the 
criterion. The cutting scores ^e spt at approximately one standard 
deviation belov/ the mean aptitude scores of the sample^ with , 
deviations above or below these points to achieve the objectives 
Indicated above. ' ■ \ > 



The following battery v/as developed J 



0 



V 



■gutting Scpre 



'0 - C\.erlcal Perception 
M « Manual Dexterity 



S - Spatial Aptitude 
P - Form Perception 



70 
90 
95 
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TABLE 7 

• Validity of Battery for Total .Valtf^atlon Sample 
Below M6et4ng? 

gut tins ..Scores Cutting Scores Tatal 

High Criterion 50 . 92 122 

Group . * ^ 

Low Criterion 55 28 P5 

Group 

Total 55 120 185 

Phi Coefficient^? .5.1 
Significance level « P/2 < .0005 

^ ' TABLE 7a 

Val Idl ty^of Battery for Black Validation Subsample 

■■ . ' ■ 

Below fleeting 

Cutting Scores Cutting Scores lojul 



High Criterion 12 . 1& 50 

Group 

Low CrI terlon 18 11 29 

• Group • * - 

Total * 50 • 20 59 



Phi Coefficient » .22 
Significance level » P/2 < .05 



TABLE 7b 

Validity of Battery for Monnlnorlty Validation Subsarnple 
^ Below Meeting 

Cutting Scores Cutting Scarea Total 

High Criterion 15 6U 77 

Group 

Low Criterion 15 11 26 

Group 

Total 28 . 75 105 

Fhl Coefficient • .57 (Yates* Corrected)* 
Significance level > P/2 < .^0005 i 
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TABLE 8 ' [ ^ 

.Validity of Battery for Cross-Vail datW Samplfe 

Below Meeting ^ V 

Cutting Scores Cutting Scores 

High Criterion , 2k .76 100 ^ . 

Group 

Low Criterion tS 22* kJ 

Group 

, Total k9 58. 1U7 

f ' 

Phi Coefficient .29 
Significance level » P/2 < .0005 

OCCUPATIONAL APTITUDE PATTERN 

This occupation was* Incorporated Into 0AP-t»2 In Section II of 
the 1970 edition of the Manual Ifiu: Xh& US£& QsDSXAl Aptitude 
T ^^f: Battery with a double asterisk (**) because the aptitude:; 
contained In the battery are not within 10 points of those \n 
0AP-U2 but a significant phi coefficient was obtained between 
the criterion and the 0AP-i»2 cutting scores of S-<»0'^ P-85 and 
M»85. A phi coefficient of .lU <4>/2 < ,05) was obtained for 
the validation sample and a phi coefficient of .23 (P/2 < .005) 
was obtained for the cross-validation sample. 

APPLICABILITY OF BATTERY 

« 

The aptltt^de test battery may be* used "In the selection of 
Inexperlence'd applicants for the job described In Appendix k. 
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APPENDIX 



Ijescrlptlve Statistics for Blac-k 

- 0f Val MattofJ- 

Bl.ack 



an.d Nonmtnoi*Ity Subgroups 
Samnle 



• 

^ \ . 


4> 


Variable 1 


Mean 






Aptitude V 


83.7 


Aptyltude M 


7«.8 


Aptitude S 


88.2. 


Aptitude P 




Aptitude- Q 


10U.2 


Aptitude K 


108.7 


Aptitude F 


in.u 


Aptitude M 


100.7 


Crf tcjrlon 


U0.8 


Age 




Educnt t on 


11. S 


Experience... 


U7.t» 


(nonths on 




current job) 






* 

4 

• 





5Et Range 



15.7 52 
11. R \.65 
15.3 

iK5^ 

15.0 
18.1* 
22.8 
^0^7 
7.7 
10.1 

1.2 
38.5 



55- 
33- 
70- 
COr 

^k' 
22** 

i«- 

Q. 

3- 



127 
153 
117 
127 

•13F 

•1U8 

'173 

•lf)5 

'Sr 

•P2 

•15 

•1"G 



.Monnl norl ty 
(M«^105) 



06.0 

OS. 3 
0«.^ 
110.5 

nu.5 

100.0 
113.6 
113. "C 
^5.<^ 
36. It 
11.3 
51.5 



16.3 
13.1 
17. U 
18.5 
21.5 
15. « 
IS.o 
22.1 
22. f 
■ 0.7 
1*^.1 
l.it 
57,0 



59-120 
70-127 
53-1T8 
58-150 
55-157 
.77-15<j 
68-157 
55-160 
58-lGO 
31-60 
10-50 
8-16 
l-3l»e 
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Geographic DIstrlhutloi? of Vall^iatton Sample 



BEsi oont'iiv^LE 



' B1 ack 
Stihsannle 



Total 



4 



N'orth 


1*^ 

J f • 


U6 


South 


35 


71 


West 






Total , ' 




185 









Organizations -Contributing Sa-^iplos 
Val IH;^t Ion Sanple 



\ 



burroughs Corporation 
Edwarrfs Manufacturl n?^ Co'npany 
PerklnrElner Corp. 



Dov/ntngton, Pennsylvania 
Norwalk* Connecticut*" 
rforwalfe/ Connecticut 



General ElectrlC/- Inc. 

Honeywell, Inc. Aerospace Division. 

Ht>neywe11 Information Systet^s^ Inc. 

t 

West t 

Electronic Tlemor I es 
Electronic Specialty Division 
Hewlett-Packard 

Hewlett-Packard*' 

Sperry UNIVAp Conwun I Nations and 

Terminals Division 
V/hlto's Electronics, .inc. 



Sal en Lynchburg, Vlr/slnla 
Clearwater, Florida 
Oklahoma City* Oklahona 



Hawthorne^ Ca 1 1 f orn 1 a 
Portland, Oregon 
Colorado Springs* £k 

love 1 and, to 1 or ado 
IwicMlnnvM le, Oregon 

Salt Lake C\ty, Utah 
Sweet HQme, Oregon 



Litton Industries 



Cr-oss-Val Matlon Sample . . 

Salt Lake Clty^ Utah 
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^ DESCRIPTIV1| RATING SCALE 



RATING SCALE FOR 



DiO.T. Titi* and Code 



v - 



Difeciions: Fleasft leid the "Suggnikmt to tUfeh*" and then fSl in the itsmt whk^ Inmaklnsyour 

tatbiiit. only one box dumld he diecked for eadi (piettion. 

* i' ' . 

SUGGESTIONS TO RATERS 

We aie asking you to rate the job perfonmutce of the pe«^ who work for you. Theae rttingi wiQ leiw at 
a '*y8rditick''^aniast whidi we can compare die t^ scoiet in this itudy. The raUnp mutt give a true pictiue . 
of eadi worker or this study wiU have vety little value. You dioutd try to ghfe the'mtM accurate ratings 
poifibte for each worker. 

■■ . » 

These ratings are strictly coniklential and wftnH affect your workeit in aw 4ifay. Neit|)er die rathigttM 
test scores of any worken wiB be dunvn td^an)^>ody in your company^ We aie interested only in testing 
the tests." Ratings are needed only for those wmkers who are in the tttC study. 

Wi>rkejf who have not completed their training peHod, or who have not been on the tob or underybur 
suneivision long enough for y«i to know how w^ they can perform this wpik duMtld not be rated. 
Reaae infonn the test technician tbout this if you are asked to i»te any such worker 

Comrfete the list question only if the worker .is no longer on the 

In n»kingratin», don't let general impicsaiona or soweoutttandiilg trait affect you^^ Tiy to 

forget your personal fiseUngs about the w«*er- Rate only on flie work perfcmned. Ifcre aie sane more 
poiotrwhidi might help you:. 

1 . Please i«kd all directions and the rating scale thoroughly before rating. 

2. F6r Mch question compare your workers widi 'Vorkers^-general'* bi flUs job. That ia. conmare your 
workers with other workers on this job that you have known. TTiis is vety important to plants 
where there are only a few workers. We want the ratings to be based on the same standfeid In att the plapta. 

3. A sttggeated method is to rate aU workers cm one qiuestfen at a thne. Ihe <|uestens uk slmtt difftrent 
•\ abilities of the workers. A wotker may be good In one Ability and poor in inother: for example, a very, 

worker may be acciuate. So rate iH wori^eia «p the first question, then rate all workers on the second 

« quSi&an, and to oil. - . X - :i 

4ryPractice and experience usually improve a worker*s ddtl. However. one worker vridi six mon^emerience 
. diay be a better worker than another witfi tlx years* «perienee. Don't rate one woAer « poerwr ttan 
another merely because of a Ictser amoimt of experience. 

, $. Rate the workers acconUng to the work they h«ie done over a period of several weekaor montha. Domt 
rate jutf on the basis of one "good" day, or onerW* day or some single toddent. Think (n terms of 

each woriter's uwal or typtod pwfotmanoe. 

6. Rate only the abdltiet Bated the rating Aeet. Do not let ^S!* *»^J^_^SP*^!^;^f*^^^ 
'get along with others, promptness and hooetty influence your ra^ .^'^'^^i^ •*P***lSLf i?**^ 
ire.ii^^t.tli^ of rib^ for thit stt4y as a *Vtfdttiek** ageing whfeh to conpne aptitude 

t0Sl tCQfOt* ^ 
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Compmy lob Title: 



now often do you tee tfiis woiker 
io t wodt tituitlon? 

□ AUthetinte. 

□ Sevenl timet ■ diy. 

□ Several timn « week. 
OSddom. 



How long you wofked widi tfiit woikn? 

□ (Aider <Hie moatfi. 
□One to two nkmtto. 
n lliree to five montbs. 
Q Ste mtmtht or more. 



How mudi can thia worker get done? (Woricer> id>Oity to make efficient use of ^Hrne and K work at ai^ ipeed.) 
(If it ia pottiMe to rate cmly the quantity of work 9iidch a person can do-on this w adequate or inade^te» 
use to indteate ^^inadequate** and #1 to indicate "adequate.**) 



□ 
□ 
□ 



1 . Capabte of vety tow work output. Can perform only at an unsatisfactc^ paoe; 

2. Captbie of low wotk output. Can perform at a tlow pace. 

3. Capable of fair woric output. Can perfomi at %n acceptaUe pace. * 

4. Cai^Ie of high work output. Can perform at a fast pace. 

* 

5. Capable 6f very hi^ worii <Mit^t. Can perform at jm unusually fast pace. 



B. How good is the quality of work? {Worker*a abflity to do hi^^grade iN(ork ^khkh meeU quality itaiRlards.) 
D 1 . Performance is inferior and almost never meeu minimum quality stkndaida. 

0 

• 

□ 2. Pierfcmmince is usually aeceptftte.but somewhat inferior in qudtty. 

□ 3* Fteforinanoe is ain^ptabte but uAiatly not supertor in quality. 

□ 4* F^(»m«ioe i$ usually supeiior in quidity. ^ ^ 

□ 5. Performance is almost ^Nvays <^ the hif^iest quality.*^ 

C. How iceiuBte it tl]« woili? (Worker's d>iUty to ivoid inal^ 

Q 1. Makes vtryfntnyndttidwc. Woric needs eonitant dteddng. , 

□ 2. Mtites fiequeat fhisUdcM. Worie need* more dieckiiis.tl»a is desitabte. 

□ 3. Mikes'inistekes ocosionsBy. Wodc needs only normal ebedUng. 

» 

□ 4. Makes 1^ fcistiiws. Work seldom needs dteckiiv. 

O S. Raiely makes a mistake. Woric afanoat never cmda dieddng. 



o 
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D. Hdw much doe* U»,froikef know *ottt the job? (Wortort uiHtentwMilng of tl» prittdplet» eqjj^?mw^ 
adl Method* that hive to do diiectfy or indiiectty witii tiie woik.) ^ 



□ K3bt Very limHsd ?.nawtedgp. Doot not know enoo^ to do the Job adetpwtety. 

□ 2. Hft» Uttte koowtedgiK Knows enough to get by. 
IIl^3»Btrn»odeiite «n«».»t^f knowledgRv Knowtjaw t04lo 6Jr woik. 

□ 4.1Iasbroadknow!e£^ie. Knowt enough to do good wotk. 
$: Km conptete knowledge. Knows the Job thoroughly. 



E. 
□ 



How large • wfety of Jdb dutiet can the woiket perform efficiently? (Worker's ability to handle several di£forent 
open^ioRS.) ^ 

t. Cannot pecfNm different open^«tt adeijuately. ^ 
2. Can perfoim a limited number of diffeient operations efBciently. 



O 

□ 3. Csn perform leversl different qpentions with reastxMble effidency . 
O 4. Can perform many different operations efB^tty. 

5. Can perform an unusually large variety, of diffetmt operations efBeiently. \ 



□ 
F. 



Coniidering an the factors already raied» and only these factors, how good is this worker? (Worker's aB-woond 
ability to do the Job.) 



□ I . Ferfmianca usually not acceptable. 
O 2. Performance lomewhitt inferior. 
G 3. A feiriy proBdent woricer. 

□ 4. Performance usually superior. 
5. An unusually omipetei^t worker. 



C 



\ 



□ 



Cnn^n the Mowlnt nOY if the woiktt k no loitR on dw jok. 

C. What do you think is the reason this person left the Job? at> not nw^ 

feel that ftere is another reason, M this form Witt not be shown to anybody in the company.) 

D . 4. Fired bpcause of inability to do fte Job. . 
O 2. QuU, and I feel that it tyas because of difBculty doing the Jol>. 
Id . 3. Filed or)aid off for reasons other tfian abiUty to do ll» Job (U.. absenteeiim, reductioa in fotce). 
D 4. Quit, and I feel the reason for quittiMwas not related to abiKty to do the 
□ 5 . Quit or was promoted or reassigned tSiuse the worker had teamed W i<* iwll 
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Descrlpt Ivo Rattn*'* Scale 
for 



Cross-Valldatton. Sample . Perton to b« l*t«d 

1. Quantity ot wprk: How nuch dbet thl» perion act donaf 
/ / A. Doo» nuch taore than expected. 

^^^^^ t 

jjTU 9* Doea a little nor^ then expeoted* ^ 
2l7 C. Doea a little leet than expected! 
/ / D. Doea less than expected. . ----''^ 

2. ^ Quality of work: What la thli oerion'e ability to do hlah^yrade i»ork which 

neete -quality itandardet * 

/ / A. Work rarely need* checking. . . 

B. Work needs sosnewfaat lestf than nonaal cheeking. ^ 
/ / C. Wor|^ needs scvewhat mortiSJtban nomal checking. ^ 
needa nore checking than Is desirable* 

3. Speed of learning: How quickly doea thl»vperson learn imew lob dutlea 

(tasks, work wethods. and ooeratlna oyo^edureajf? 

/ / A. Learns new job duties much faster than noat wcrrkers. 
■* LU l««ms new Job duties a little^ faster than woat workers . 

€U Uams new job duties a little aore slowly than snat workers. 

/ / D* Learns new Job duties iflore slowly than noat worker*. 

I 

4. ^tltude for Jobs How skillful Is this nersont Poes she show a "knack" 
V • for this type of work? 

A. Much taore proficient than most workers. 

t I B. A little more proficient than awst workera. 

[ZJ C. A little less proficient than aost workers. 

/ / D. Less proficient than tapst workers. 

5. "All around" ability: Considering only the four factors alrfa^y rated, what 

* U this person's "all around" ability to do her \M 

/ . C3 A. An unusually coapetent worker—perfonumce gsserally superiwr. 

/ / B.' A valuable workar-operfoigasnce. generally yery good. 

/37 A fairly proficient worker— per fonisnee generally acceptable. 

^ L I 0. A less capable worker»perfor«ance rather Halted. 
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APPEND IX U V • S-310R7U^ 

•Electronics Assembler (erectronlcs> 720.78^ ; 
• » . . . 

* • JOB BUTIES . , 

Assembles electronic' conponents and equipment such as circuit 
boards^ digital computers^ oscilloscopes and amplifiers; wires 
Instruments usln/s small hand tools and electronic test equipment: 




matlon and I nstruct f ons .on these documents are compile and con- 
sistent. 



Prepares circuit board components such as diodes^ resistors, capac% 
Itors^ and transistors by cllppl,np. and bending leaHs. May cut 
wire to size ahd strip Insulfeitlon from en<;!s. Installs hardware 
such ^s eyelets, component holders, ,cl I ps, brpcKets;^ and soldering 
posts following specifications. . . ^ * 

♦Positions components on circuit boards. Attacfteis wires to ter- 
minals following specifications. . 

♦Solders circuit board connections, regulatlnj^ soldering heat to 
obtain the best connection following specff lections.. 

♦Wires Instruments by attach i^ng connectors to unit -frame and In- 
serting ends of wire Into plug slots follov/lng specifications. 

♦Makes visual and mechanical checks on productl6n quality and work 
tolerances, using such devices as micrometer, scales, and height 
gauges. May perform electrical cKecks using circuit testers, 
simple testing equipment, or operation of assembled Instrument. 
.The principal visual checks are (ir for proper placeniant of wires 
to observe that the completed Item- ls.^he same as orfe «nown to be 
correctly wired; (2) for the correct direct IpnaJ pla^cenent of Inte- 
grated circuits and similar components to Insure that the polarity 
dots are -In the correct places; and ..(3) for correct soldering to 
note that the soldered connections arc firm and without voids or 
excessive resin. •' 

Maintains production and Inspection records according to appro- 
priate production sequence. ^ 




♦Thes^ job duties were designated as critical job duties as they 
must be performed competently If the j6b Is to be performed In a 
satisfactory manner. Electronics Assemblers spend about 70^ of ^ 
their working hours performjng these job duties. 



